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Michael D. Van Stine, CEO, WorkForce21

Introduction and Scope

How did this happen? How did we get here?

It seems like only yesterday we could put a sign up in our front window and get all the walk-in applicants we needed. Was it that long ago that it was a given that young women (and occasionally young men) would donate their time, as sort of "ritual of passage" in a part-time job as volunteers in a local nursing home? What happened?

Now, with the inordinate pressures of OBRA and PPS, state surveys, the ombudsman's office, dissatisfaction of family members, corporate policies, lawsuits, bad press, competition…is the expectation that our DON stands on a street corner in Omaha (or Scottsbluff for that matter) and hand out recruitment leaflets? Is our Administrator supposed to go to every church function begging for new employees on the "high minded" basis of helping care for the sick and elderly over other occupations that are less strenuous and pay more?

There are no easy solutions. With the demographics surrounding the aging population, including increase longevity, added to population demographics, labor force demographics and projections, it is surely going to get harder before it gets easier. But like all problems, there are resources to help. And there are proven techniques that lead to better results than do others. And knowledge is power.

This guide has been prepared for Nebraska employers in the Long Term Care (LTC) industry, both proprietary and non-proprietary. It should also be of high-level utility to sub-acute, assisted living and home care operators.

On the demand side, LTC has many generic aspects applicable to any U.S. or Nebraska industry seeking large numbers of trained or trainable entry-level personnel, especially those industries who experience high turnover problems. There is a direct connection to issues surrounding Licensed Practical Nurses (LPN's), Registered Nurses (RN's) as well as the full range of entry-level occupations in the industry.

What we have tried to offer in one place is a clear definition of the challenges for recruitment and retention of frontline and support nursing staff, as well as select opportunities for solutions to obstacles. This is based on data and best practices experience. It should offer you a snapshot resource of where are the key resources, what works and where to go for more information to develop successful programs of your own.

In addition to what is included here, a full range of extended analysis and resource tabulation is available at our website: www.workforce21.net. Other web-based resources are also tabulated at the end of this guide.

Demographic Realities

Okay…let's start with this reality. How bad is it?

First, let's look at national data. According to the US Bureau of Labor Statistics (BLS), health care is one of the few sectors of the economy with significant projected and sustained job growth. BLS reports that "health services, which accounted for 7% of total wage and salary worker employment in 1975 and 8% in 1990, will approach 9% of total employment in 2005. Expenditures for health care, one of the fastest growing components of GNP, will increase significantly as several factors increase the demand for health services."1

BLS estimates that among 20 occupations that will see the greatest percentage growth from 1998 to 2008, three are related to health care2:

Registered Nurses (451,000  - 22% increase - rank  #7)

Personal and Home Health Aides (433,000 - 58% increase - rank # 9)

Nursing Assistants (325,000 - 24% increase - rank #12)

(NOTE: These statistics do NOT include job openings based on replacement needs. When these numbers are factored in to the entire top 20 list, interestingly these ranks change to 9, 14 and 17 respectively. However, this becomes in large part due to even worse turnover among retail sales, food service and other entry level employment such as janitorial and security jobs that in some cases pay more and are less demanding in other ways than are direct care occupations. So these other jobs, even with their equally high turnover, act to also feed the turnover of entry level care staff.) See Appendix A.
In Nebraska, Nursing Assistants are ranked as the #11 occupational category (based on numbers needed) through 2006, with Registered Nurses as #18. See Appendix B. What also becomes clear it that the competition on a state level is with those occupations that are projected in greater demand: Telemarketers, Door to Door Sales Workers, Drivers, Cashiers, Butchers, Waiters and Waitresses, and Retail Sales Workers -- most all paying equal or more than entry-level LTC jobs and being more desirable jobs to many.

Nationally, the need for net replacements thus increases the total labor force number needs by 2008 to: RN's: 794,000; Personal/HHA's: 567,000 and NA's: 515,000.3 (A number of other health care occupations that used to be on the top 20 list, such as Physical and Occupational Therapists and Assistants, diminished in demand as a function of the PPS system, but most likely will return to this list after 2003.) LPN needs over the same time are projected 136,000 with a growth rate of 20%; with net replacements the total need is 284,000.

In Nebraska, we project the following by NHCA District:

Figure 1 - WorkForce21 NHCA Member Projected Employee Needs

DISTRICT
CNA Needs
RN Needs
LPN Needs






Central
935
68
112

Northeast
1,145
82
137

Omaha
841
61
101

Southeast
1,192
86
143

Southwest
397
29
48

Western
467
34
56






TOTALS*
4,977
360
597

For full analysis, see Appendix C. 

The number of entry-level jobs in Long Term Care and home health care specifically is increasing faster than the number of both high-wage and other entry-level wage jobs in almost any other industry. By pure percent increase, at 58%, Home Health Aides and Medical Assistants are tied as the number one growth entry-level occupations in the US.4 Combined with Nursing Assistants to create a class now more frequently called "direct care" paraprofessionals, they number more than 2.1 million workers nationally and account for eight out of every ten hours of paid care received by a long term care client.5

According to BLS, Nursing Assistants held about 1.4 million jobs in 1998. About one-half of all Nursing Assistants work in nursing homes, and about one-fourth work in hospitals. Others work in residential care facilities, such as halfway houses and homes for the aged or disabled, or in private households. Between 1998 and 2008, employment of Nursing Assistants is actually expected to increase between 21% to 35%.6 Coupled to chronic industry turnover estimated at between 40% and 100% in forty states, the demand for new hires coupled to the need to find and train replacement employees makes the demand almost the highest single demand entry-level occupational category when compounded with certification training in most states in the US.7  Certainly, they represent the highest single occupational demand category in LTC.

This entry-level equation gets even more challenging on the supply side. "Of the more than 2.1 million paraprofessional care workers, 86 percent are women, 30 percent are women of color, and most are between the ages of 25 and 54-more than 28 percent return from work to a family living in poverty. Direct-care positions cannot be replaced by technology, nor moved offshore. The pool of likely entry-level workers - women in the civilian workforce within the age range of 25 to 44 - is projected to decline by 1.4 percent during the next six years. This new decline follows three decades of significant expansion of the equivalent labor pool-nearly tripling from 1968 through 1998. We thus face a labor supply that is profoundly different from what our long-term care system has presumed over the past 30 years."8

General population changes also provide a clue to where this is going. See Figure 2 below, Chart 1.1 from the U.S. D.o.L "Futurework" report9:

Figure 2
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In the U.S as a whole, this shows an alternative view of the U.S. population distribution: although Hispanics are typically white or black, they are shown here as a separate category, independent of racial back-ground. Looked at either way, the data show that the future racial and ethnic makeup of America will be considerably different than it is today. Trends show that whites will be a declining share of the future total population while the Hispanic share will grow faster than that of non-Hispanic blacks. By 2050, minorities are projected to rise from one in every four Americans to almost one in every two. The Asian and Pacific Islander population is also expected to increase. Growth rates of both the Hispanic-origin and the Asian and Pacific Islander populations may exceed two percent per year until 2030. Even at the peak of the baby-boom era, the total population never grew by two percent a year. By 2010, Hispanics are likely to become the largest minority group. In fact, after 2020, the Hispanic population is projected to add more people to the United States every year than will all other groups combined9a. 

In Nebraska, population changes also provide clues to where this is going. Between 1995 and 2025, the white male general population in the state will increase by 112,000, or 14.9% and the white female population by 100,000 or 12.7%. But consider the changes in minority populations, especially by percentage: the black male population will increase by 22,000 or 71%; the black female population by 23,000 or 70%; combined American Indian by 11,000 or 80%; combined Asian by25,000 or 147% and combined Hispanic by 61,000 or 122% (As with national data, Hispanics are grouped with all other racial categories.) Thus, ignoring the Hispanic numbers as falling into all other groups, the net minority increase will be 81,000 or a total of 117%. It still won't be the largest, but it will be the fastest growing. See Appendix D.

Back to LTC occupation classes. Registered Nurses are equally problematic. They are the singly largest health care occupation, with over 2.1 million jobs in 1998 and by any standard (with or without net replacements factored in) they are one of the 10 occupations in the US projected to have the largest number of new jobs over time.10 While less than 10% work in LTC, the industry competes with every other employer of for RN's: hospitals, offices and clinics of physicians and other health practitioners, home health care agencies, temporary help agencies, schools, government agencies, residential care facilities, social service agencies, religious organizations, research facilities, management and public relations firms, insurance agencies, and private households.11 1 in 4 work only part time.12  Further, enrollments in undergraduate nursing programs have declined by 17% since 1995 and 40% of all RN's will be retiring in 10 years.13 Because of stiff competition, sharply increasing demand over supply and because of the relative allure of other job applications over LTC, it is hard to recruit new RN's into the industry.

The LTC labor demand is staggering because of increases in the number of people in their eighties and nineties, many of whom will require long-term care. The acute care demand that fuels the labor need is typical in most states with a rising elder population. At the same time the number of individuals who can deliver care is decreasing, those requiring LTC and home care is increasing even faster.  Between 1990 and 2020, the number of people over the age of 50 is expected to increase by 74%; those under the age of 50, by only 1%. In addition, the financial pressure on hospitals to release patients as soon as possible should produce more nursing home admissions. Growth in units to provide specialized long-term rehabilitation for stroke and head injury patients or to treat Alzheimer’s victims will also increase employment.14

But again, in terms of sheer quantity in LTC, the highest demand occupation is of course those of Certified Nursing Assistants. This shortage has been caused as a combination of factors. These include: mandated certification requirements, the ready availability of more desirable jobs at higher wages elsewhere in the economy of the 1990's and 2000+, the lack of needed support services to stem turnover, the failure to adequately fund support services with LTC provider resources and the failure of assessment systems to accurately match caregivers to CNA jobs, especially when the hiring atmosphere is always at a crisis point. Turnover is extreme. Factors contributing to high turnover and vacancy rates include: low wages and poor benefits: irregular, and/or inadequate hours with 2nd and 3rd shift complications; inadequate child care and transportation options; inadequate job preparation; treatment by nursing and management supervision and little advancement potential.
Identifying Supply Markets

There is much discussion at present surrounding direct allocations to the LTC industry for recruitment and retention initiatives. This includes H-1B immigration visas for foreign nurses. 

Remember…all the funding in the world won't help where people to recruit and train don't exist! Your current entry-level workforce overwhelmingly comes from the current low-income population in the U.S. To wit, according to BLS data, the median national wage paid to Nursing Assistants was $8.00/hr.; the mean was $8.49/hr. As a group, all service occupations averaged $7.85/hr. and were in the lowest compensation class of all workers. See Figure 3. 

Figure 3

[image: image12.png]don't k|
i

o ronront
| Esca banne:

bl e,

e Boommont

SR pariner







   Source: BLS Earnings by Occupation, National Compensation Survey 1998,

  published October 25, 2000

At $8.49/hr., working full time, a Nursing Assistant will earn a maximum of $17,660 annually with no overtime.

Interestingly, as a statewide average, in NE in 1999, the average services industry worker earned $11.73/hr., but only working 31.2 hours/week. Weekly earnings were $366/week or $19,032 annually. See Appendix E.
There are two standard measurements of income thresholds at the lower levels -- the BLS Lower Living Standard Income Level (LLISL) for a family of four persons, and the Federal HHS Poverty Guidelines. The former is used to determine a most basic existence; the latter true poverty and used to determine eligibility for many Federal and state programs.

In 1998, the LLISL was $23,520 in the non-metro south to $28,210 in the metro northeast.

In 1998, The HHS Poverty Guideline for the continental U.S. was $16,450 for a family of four.

The current 2001 LLISL ranges from a low of $25,300 in the non-metro South to $30,360 in the metro Northeast. It was $26,760 for the non-metro Midwest. The 2001 HHS Poverty Guideline for the continental U.S. is $17,650 for a family of four. So they have only changed by $1,780, $2,150 and $1,200 respectively or 7.7%, 7.6% and 7.3% respectively over three years. Over three years it is reasonable to assume that the mean NA wage has also increased by 7% to 8%, or to $9.13 or $18,990 annually if computed at a 7.5% increase. See Appendices F and G.

What this clearly means (although measurements of a "typical welfare family are frequently made as a family of three -- conversion data for the LLISL and HHS guidelines is not available), in 1998, a Nursing Assistant earned $8,070 or 31.4% less than the mean LLISL standard and only $1,210 or only 7.4% more than the poverty standard. In 2001, these numbers are most likely about $8,840 or 31.5% less than the mean LLISL and only $1,340 or 7.6% more than the poverty standard.

Clearly, with some minor adjustment, those in low income/poverty and on welfare are the primary labor market source for these occupations.

Nationally, 12.6% of the U.S. population lives in poverty. This translates into 34 million based on current census data and a maximum number of 16 million adults.15 In Nebraska, based on data last updated in May, 2000, in counties and communities where NHCA has members, 561,602 persons are low/moderate income.16 Based on 1998 data, 11.1% of the population lives in poverty. This translates into 170,616 persons or 33,509 families.17 7 million are still on welfare in the U.S.; 27,780 in NE. But they have distinct recruitment disadvantages. They represent the population with the most barriers to successful employment. But they also represent the largest single source of available labor, and they can come with many supports to become successful employees.

Indeed, as noted in Figure 4, Nursing Assistants are the Number 2 national demand occupation for welfare recipients18.

Figure 4. Top Ten Occupations/Industries of Welfare Recipients

Occupation 


Percentage of sample

Cashiers 





9.8

Nursing aides 





6.7

Waitresses





6.3

Maids






4.3

Cooks






4.0

Janitors





3.9

Secretaries





2.8

Child care





2.6

Household cleaning




2.1

Assemblers 





1.8

  Source: March Current Population Survey (1983-1995)

So, in NE, this translates into a TANF minimum of 560 persons available to be trained and placed as CNA's. This is derived as a total minimum available number of 8,109 TANF adults multiplied by the logical minimum (6.7%) who will select employment as a CNA.  A full tabulation of NHCA member centers by district and county, with TANF (ADC) family and low-moderate income population tabulation plus opportunity cities is Appendix H.
We'll come back to all this shortly. Let's first get a better understanding of the national workforce system.

National Workforce Resource Development Opportunities

The Federal government currently (FY 2001) invests approximately $44 billion into workforce development programs as noted in Figure 5.
Figure 5: Summary of Major Federal Employment and Training Programs

Federal Workforce Development Programs Funding (in billions)
FY 01 Enacted
FY02 Proposed

WIA State Formula Grants
$3.3
3.0

WIA Federal Programs
2.3
2.1

Senior Community Service Jobs
0.4
0.4

Unemployment Compensation
2.3
2.4

Employment Service/One Stop
0.8
0.8

Trade Act Adjustment Aid
0.4
0.4

Veterans Employment and Training
0.2
0.2

Vocational Education
1.2
1.2

Adult Education and Literacy
0.6
0.6

Vocational Rehab State Grants
2.4
2.5

Other Workforce Investments*
30.1
30.6

      * These include



         Pell Grants to Students
8.8
9.8

        TANF Welfare Reform State Grants
16.7
16.7

        Child Care
4.6
4.9

       Source: National Governor's Association (NGA), April 20, 2001

In FY 2001, the Federal government allocated approximately $44 billion for workforce development programs. For FY 2002, the proposed budget would increase the amount to over $45 billion.

The Federal Government System

The Workforce Investment Act (WIA) was enacted in October 1998. It approved the reorganization of a significant portion of federal government support for workforce development. This was the fourth time since 1960 that the Federal government tried to design a system to improve worker skills. WIA is the successor to JTPA (Job Training Partnership Act) which succeeded CETA (Comprehensive Employment and Training Act) which followed MDTA (Manpower Development & Training Act) and other so called "categorical programs. Although WIA has many similarities to past attempts at workforce system reform the overriding theme of this new legislation was employer involvement and customer choice. WIA mandated a state and local system of Workforce Investment Boards (WIB's) with broad employer representation and oversight. Much of the country would be included in a Local Workforce Investment Area covered by one of these local boards and, it was assumed, employers would insure that there was a strategy in place for wisely investing WIA dollars. However, WIA covers only a portion of Federal funding for workforce development. Financial support for workforce development is spread over many departments including the Departments of Labor, Education, Housing and Urban Development, Health and Human Services, and Defense. Figure 2 is essentially a listing of many of these Federal workforce programs.

For FY 2001, Nebraska received $2.4 million for WIA adult programs and $3 million for dislocated workers, the latter a full $600,000 increase over the previous FY.

TANF. A significant portion of Federal dollars for workforce training and job readiness for low income people comes to the states under the welfare reform legislation of 1996 – the Personal Responsibility and Work Opportunities Reconciliation Act (PRWORA) – better known as the TANF (Transitional Assistance to Needy Families) legislation. Because of the significant decline in the welfare rolls in many states, “surplus” TANF dollars are being used for a wide variety of work readiness, work opportunities, and job training programs. These will be discussed in some detail below.

In Nebraska, as of the end of FY 2000, the state had $9.6 million unspent TANF funds, an increase of $400,000 over the previous FY; the full $9.6 million was unobligated to anything19. 

WtW. The U.S. Department of Labor (DoL) also appropriated about $3 billion under a program called the Welfare-to-Work (WtW) program. This provided transitional training and support opportunities to assist in the implementation of TANF.

Nebraska received one competitive WtW grant program for $2.5 million. It is with the Goodwill Industries franchise in Omaha. (A general summary of this program is at Appendix I. There is also a more detailed project overview in the Specific Nebraska Initiatives section on page 36 of this guide.) 

H-1B Visa Skill Training Program. This program relies on fees paid by companies who hire immigrants requiring an H-1B visa status. Congress recently increased the fee from $500 to $1,000 and increased the quota on these visas to 195,000 annually.
Welfare Reform: An Underused Opportunity

Welfare reform (as well as other public workforce programs) is a MAJOR OPPORTUNITY and a simultaneous MAJOR CHALLENGE to LTC employers. It represents the largest single source of available job applicants in most urban and rural markets (and suburban markets in many cases can only import available urban workers with inadequate transportation and childcare resources). It also represents without question the largest single concentration of Federal and state resources for recruitment, screening and assessment, training and support services geared at retention. Yet it requires a substantial employer understanding and investment to make it properly work. For both the Welfare-to-Work (WtW) employee and the LTC employer.

To first understand both the opportunities and the challenges, it is first necessary to understand what happened with national welfare policy.

In August 1996, PRWORA reformed the nation's welfare laws. A new system of block grants to the states for TANF was created, changing the nature and provision of welfare benefits in America. TANF dollars are appropriated by the Federal government and are required to be matched by state governments who participate in the Federal program. (This is done through what is called "Maintenance of Effort" or "MOE" matching dollars.) The next section outlines what was spent and for what in total nationally. It also shows what has NOT been spent and what is available for new programs.

Summary of TANF Expenditures

Just to provide a snapshot of what the government spends on national welfare benefits, including training and support services and including what is matched by the various states, the following is a summary through the fourth quarter, FY 1999. Follow this carefully -- in becomes important when employers see how much unobligated funding is available and for what purposes.

Overall Spending. The total TANF expenditures (combined Federal funds and State MOE funds) for FY 99 were $22.6 billion, the same as last year. This level spending seems to indicate that States are making significant new investments in the TANF program, since welfare caseloads were declining over the same period and the associated spending on cash assistance was also going down. In FY 99 the total spending on cash assistance was $13.4 billion compared to $14.6 billion in FY 98. Total spending on work activities increased 17 % over the $1.5 billion spent in FY 98. [The cash assistance category also includes “work-based” assistance: money earned by TANF recipients in return for community service jobs or work experience.]

Maintenance of Effort (MOE). The welfare reform law requires States to continue to spend state funds at a level equal to at least 80 % of their FY 1994 level or 75 % if they meet the minimum work participation rates. In FY 1999, States expended a total of $11.3 billion in State funds to meet their annual MOE requirements, an amount that's above the mandatory MOE spending level for the year. (The mandatory MOE level will be somewhere between $10.4 billion and $11.1 billion, depending on how many states are eligible for the lower MOE rate based on their work participation rates for FY 1999.)

Child Care. Childcare is a critical support for families moving from welfare to work. In FY 1999 States increased their investments in childcare significantly. They transferred a cumulative total of $2.43 billion of Federal funds from the TANF program to the Child Care Development Fund (CCDF), which is more than twice the $914 million transferred in all of FY 98. In addition, State spending through the TANF program on childcare services totaled $1.99 billion, comprised of $1.38 billion of their own maintenance of effort funds and $604 million of Federal funds. The combined amount from both transfers to CCDF and direct TANF program spending on childcare was $4.43 billion.

Work Activities. One of the goals of the TANF program is to move welfare parents into work. Many states have changed their welfare programs to help parents get into jobs immediately, prioritizing work over other activities. In FY 1999, States spent $1.8 billion in combined Federal and State funds on work activities, an amount equal to 8% of total program expenditures in FY 99, and an increase over FY 1998.

Transferring TANF Funds. States may transfer portions of their TANF grant to either the Child Care and Development Block Grant or the Social Services Block Grant. Forty-seven states reported transferring fiscal year 1999 funds in amounts ranging from less than 1 % to 30 % of their total. In total, $1.76 billion or 11 % of fiscal year 1999 TANF funds were transferred to the child care block grant, and $1 billion or 6 % were transferred to the Social Services Block Grant. As mentioned above, States also made transfers from their unobligated Federal TANF funds that were carried over from prior fiscal years (as permitted prior to the effective date of the final TANF rules). Therefore, the total amount transferred in FY 99 was $3.7 billion, including $2.44 billion in transfers to CCDF and $1.26 billion in transfers to SSBG.

Administrative Costs. States are also investing more in, and expecting more from, those who administer their welfare programs. States are transforming their welfare offices into employment centers, and eligibility workers are being trained as job counselors. Total expenditures of both Federal and State funds on administrative costs amounted to $1.8 billion, or 8% of total expenditures in FY 1999.

Separate State Programs. Twenty-three states chose to fund programs with separate state funds in FY 99. Among those 21 States, expenditures on separate programs ranged from $96 thousand to $289 million. As a percentage of a given State's total State spending, the amounts spent in separate state programs ranged from 0.1% to 60%. States with separate programs spent most of their separate state program funds -- 50 % -- on cash assistance. Most of the remaining funds were spent on childcare and non-direct services categorized as other expenditures.

Other Expenditures. States reported spending $3.1 billion in combined Federal TANF funds and state maintenance of effort funds on other expenditures, which included fraud control programs, emergency assistance (e.g. one-time benefits to divert families from having to rely on welfare), domestic violence services, and child welfare programs.

How States Used Federal Funds. States can carry forward unobligated TANF funds for use in future years. Cumulative unobligated balances for fiscal years 1997, 1998 and 1999 equal $2.85 billion, or approximately 6% of the total $46.8 billion in Federal funds awarded to them since implementation of the TANF program. The $2.85 billion in unobligated funds remain in the federal treasury until states have an immediate need to draw them down. Thirteen states have spent or obligated all of the federal funds they had available through the end of FY 99.

Figure 6: Cumulative Federal Spending in FY 97, FY 98 and FY 99

As reported by States: ($ in billions):

PRIVATE
As Reported by States

($ in billions)





7%
Transferred to CCDF
$3.4

6%
Transferred to SSBG 
2.8

70%
Expended
32.8

11%
Obligated, but not expended
5.1

6%
Unobligated
2.8

100%
Total
$46.9

Of perhaps greatest significance is the opportunity figure contained in the $2.8 Billion unobligated balance.

(NOTE: This data was updated at the conclusion of FY 2000. Total unspent TANF funds at end of FY 1999 was revised to $5.9 billion. At the end of FY 2000: $8.1 billion: an increase of $2.2 billion. FY 1999 unspent funds as a percentage of available TANF since FY97: 16%. Total Unliquidated Obligations (amount states have committed but not yet spent): $5.4 billion. Total Unobligated Funds (funds the states have neither spent nor committed to spend): $2.7 billion.  (Source for all TANF data: US Department of Health and Human Services, Administration for Families and Children.)
 Summary of Welfare-to-Work Grants

Moving people from welfare-to-work is now one of the primary goals of national welfare policy. Most states enacted "work first" rules. As a companion to the new TANF law, Congress also passed the new Balanced Budget Act of 1997, designed to help achieve that goal by authorizing the U.S. Department of Labor to provide Welfare-to-Work Grants to States and local communities to create additional job opportunities for the hardest-to-employ recipients of TANF. These grants provide many welfare recipients with the job placement services, transitional employment, and other support services they need to make the successful progression into long-term unsubsidized employment.

Funding. The grants total $3 billion: $1.5 billion were awarded in fiscal year 1998 and $1.5 billion in fiscal year 1999. There were two kinds of grants: formula grants to states and competitive grants to local communities. A small amount of the total grant money was also set aside for special purposes: 1 percent for Indian tribes; 0.8 percent for evaluation; and $100 million for performance bonuses to successful states. Grantees had up to three years to spend the funds; an extension on that deadline is pending.

Formula Grants to States. After reserving the special purpose funds described above, 75 percent of the grant funds were allocated to States based on a formula that equally considers States' shares of the national number of poor individuals and adult recipients of assistance under TANF. States are required to pass through 85 percent of the money to local Workforce Development Boards (WIB's) in most areas, which oversee and guide job training programs in geographical jurisdictions called service delivery areas. A state is allowed to retain 15 percent of the money for welfare-to-work projects of its choice. States must provide one dollar of non-federal funding match for every two dollars of federal funding provided under the formula. Certain states also received performance bonuses based on job placement data, duration of placement and increases in earnings.

Substate Allocations. Half of the funds distributed by formula to local areas must be based on a service delivery area's residents who are poor, i.e., the number of poor individuals in excess of 7.5 percent of the total population. Not more than half may be distributed based on two additional factors: (1) the number of adults receiving TANF assistance for 30 months or more and (2) the number of unemployed in the service delivery area.

Competitive Grants. 25 percent of funds not allocated by formula were used for competitive grants awarded directly to local governments, WIB's, and private entities (such as community development corporations and community-based organizations, community action agencies, and other private organizations. Special consideration was given to cities with large concentrations of poverty as well as to rural areas. A summary of all programs funded by state and type of program is available at the DoL ETA website at: http://wtw.doleta.gov.
Allowable Uses of Funds. Funds may be used to help move eligible individuals into long-term unsubsidized jobs using strategies like: job creation through short-term public or private sector wage subsidies; on-the-job training; contracts with public or private providers of job readiness, job placement, and post-employment services; job vouchers for similar services; community service or work experience; or job retention and supportive services (if such services are not otherwise available). 

Targeted Participant Eligibility. Originally, at least 70% of grant funds were to be spent on individuals who face two of three specified labor market deficiencies and who are long-term welfare recipients, or who face termination from TANF within 12 months; or who are noncustodial parents of minors whose custodial parent meets these criteria. Labor market deficiencies included (1) lack of high school diploma or GED and low reading or math skills, (2) requiring a substance abuse treatment for employment, and (3) a poor work history. Up to 30% of grant funds were designated for individuals who were "recent" recipients of TANF assistance or noncustodial parents who have characteristics associated with long-term welfare dependence -- such as school dropout, teen pregnancy, or poor work history. However, grantees complained that program recruitment was difficult, and that many of the requirements were set incorrectly, e.g. many with an HS diploma had serious educational deficiencies. Employers complained that WtW programs did not work for them because eligibility requirements for participation screened out too many people, and also that recruitment for these programs was too difficult. Some WtW providers complained because the "work first" restrictions limited payment for pre-employment training, such as CNA certification.  It is important to note that Congress responded to these concerns and passed legislation that contained the "Welfare to Work and Child Support Amendments of 1999". While these amendments are technical in nature, they substantially relaxed eligibility requirements and expanded pre-employment training opportunities. Among the changes was removal of the eligibility bar of an HS diploma and the decrease to only one barrier to employment. This was also important as it either led or paralleled the relaxation of eligibility restrictions in many states for access to TANF resources, particularly with state MOE money. WtW Competitive grantees were able to implement the new eligibility criteria on January 1, 2000. Formula grantees were able to implement the new eligibility and provide vocational education and job training as of July 1, 2000, except that federal formula funds were not to be expended for these purposes until after October 1, 2000. Competitive grantees were also able to provide vocational education and job training immediately upon enactment. Further, competitive grantees who were not PICs (changed to local WIA agencies) were immediately able provide job placement, job readiness and post-employment services directly to WtW participants.

Relationship to TANF Time Limits. Assistance can be provided to individuals who have reached the 60-month TANF time limit. Such assistance does not count toward the 60-month limit unless it is cash assistance provided directly or through wage subsidies. In those cases, the months do count toward the 60-month limit. 

Source for all WtW Data: US Department of Labor, Employment and Training Administration.

Allowable Work Activities That Can Be Funded Under TANF and WtW

As noted in the study "Direct Care Workers: The Unnecessary Crisis in Long Term Care,"20 the documented needs for entry-level care employees that are currently inadequately addressed are:

· the "essential elements" of a stable paraprofessional job, 

· parity of pay for workers across care settings, 

· opportunities for career advancement, 

· specialized assistance for child care, 

· transportation, and 

· other needs unique to direct-care employment, 

· and a mechanism of accountability to workers.

In weighting these variables, The Welfare-to-Work Partnership, a voluntary association of about 15,000 businesses who have hired and trained welfare clients reports, based on their extensive member surveys, in order, the following services are the most in need for successful hire and retention of welfare clients. 21
1. Child Care Assistance,

2. Life Skills Training,

3. Transportation Assistance, and

4. Increased Compensation.

In August 1999, the WtW Partnership hosted their "One America" conference, with over 2,000 business leaders, service providers and government officials involved in WtW nationally. As a result of focus sessions at this conference, participant's placed the "top challenges for the future" into three tiers as follows.22
First Tier:

Developing recipients' soft skills.




Providing career path opportunities.

Second Tier:

Transportation assistance.




Child care assistance.

Third Tier:

Issues at home/reaching the whole family.




State accountability for spending money.




Getting connected with service providers.




Establishing a common language.




Redefining mission as welfare cases fall.




Dealing with the "hardest to serve."




Unifying administrative requirements.

The tabulation of all focus session conclusions is attached as Appendix J.

However, few companies feel they are in a position to provide such benefits themselves. See Figure 7.

Figure 7: WtW Partnership Wirthlin Worldwide Survey Results
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SOURCE: Wirthlin Worldwide WtW Partnership Survey, December 1999

Directly addressing these needs, many/most states have reprogrammed TANF resources for use in employment retention related support services, such as child care and transportation assistance. The increase in state transfers to the Child Care Development Fund and the Child Care Development Block Grant have already been mentioned. But there have been substantial alternative uses for work supports, employment and retention incentives and incentives for the "working poor". These are supports that are considered "non-assistance" and don't count against TANF 60 month limit and for which working poor families may qualify based on income.  In Nebraska, there are 6 such supports, all provided statewide:

· Transportation

· Post-Employment Services

· Early Childhood and Child Care Programs

· Services to Low-Income Families and Children

· Programs For Non-Custodial Parents

· Other Miscellaneous Services

The family, children and "other" services generally include, but are not limited to: 

· Non-recurrent crisis intervention steps.

· Work subsidies.

· Counseling, case management, peer support, child care info and referral, job retention, job advancement and other job related that do not provide direct cash enhancements.

· Job retention, advancement and rapid re-employment as a "package" program.

· Place-based employment options designed for neighborhood deployment such as public housing.

· Employment-related activities and services. 

· Community supports such as fostering work-related information sharing through peer support and aide of working neighborhood members.

· Post-secondary educational program support.

· Community college case management and access.  

· Child care up to 235% of FPIG.

· WIB transportation initiative service for 2nd, 3rd shift, linkages to childcare and other barriers.

· Fatherhood initiatives.

Here are some other examples of what other states are doing:

· Arkansas and Tennessee provided intensive case management services to former recipients to make sure they can keep jobs once the get them. They have developed mentoring programs to provide both emotional support and positive reinforcement for welfare recipients who have recently entered the work force. Mentors provide guidance with such issues as time management, balancing commitments at work and home, financial budgeting, professional relationships and work ethics.

· Tennessee and Maryland have developed hot lines to help handle crisis for newly employed recipients. Hot line operators can make service referrals or act as mediators between recipient and employers.

· Wisconsin provides a refundable state earned income tax credit for working families who qualify. They also appropriated $1 million to provide $500 for additional training to former recipients who have been employed for 9 months who can provide a match.

· California provides funding to a university to train staff serving welfare recipients who have been victims of domestic violence. Most all states fund special accounts to help give former recipients or their children access to post-secondary education.

· Florida sets up accounts are for children of recipients. Parents can "earn" money for their child's education by becoming and staying employed.

· Oregon requires employers and the department to invest $1 for every hour a participant works in a subsidized job. Families can access accounts after they have left welfare and been employed for 6 months.

· Wisconsin Arizona, California, Florida, Iowa, North Carolina, Ohio, Wisconsin and West Virginia have targeted welfare dollars on services for low-income fathers, which in turn has a direct positive impact on working mothers.

· Connecticut and New York provide services and vouchers to families who have lost eligibility for welfare either through time limits or sanctions.

· Maryland and many other states provide companies with transportation subsidies and services directly.

· Indiana has a program that coordinates senior volunteers help drive clients to jobs, and

· Texas and North Carolina have programs to help clients get their own cars.

Source for state program data: National Conference of State Legislatures, Welfare Project, September 1999.

Employers have also increasingly turned to workforce intermediaries, like WorkForce21 to help them navigate complex national, state and local policies and resources, as well as configure customized and localized responses to their needs. They have also trended to greater community partnerships and away from government agencies. See Figures 9 and 10.
Figure 9: WtW Partnership Member Survey Result

Employer Partnerships Formed
[image: image6.wmf]
Figure 10:
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Changing Strategies and Relationships to Get Results
Welfare Myths Dispelled and Needs Understood

For most welfare recipients, the transfer to self-sufficiency almost always involves obtaining employment. (Only a small percentage -- less than one percent -- of those transitioning from welfare who successfully start, let alone maintain, their own independent businesses.) Consequently, successful employment outcomes are at the core of successful transition from welfare dependency. Long term successful employment outcomes must help workers find and keep better jobs. They must also involve new strategies to integrate immediate employment with shorter-term skill building. These individuals represent a huge opportunity for employers whom increasingly need to find alternative pools of eligible entry-level job applicants. Employers can also benefit from hiring welfare to work employees in many other substantial ways.

· There are many myths surrounding welfare dependency and a misperception of the needs these potential workers have to achieve self-sufficiency. In reality, note the following facts documented by the WtW Partnership23 and the Washington, D.C. based Urban Institute.24
· 70% of welfare recipients have recent work experience. 
· 70% of the families on TANF are headed by single parents; a typical welfare family is a single mother with two children.

· About 16% of adult recipients are married and living together.

· The average age is 30 years old (among adults on TANF).

· About 6% of TANF recipients are teenagers, and 19% are 40 years of age or older. Everyone else falls somewhere in between.

· Welfare recipients are fairly evenly distributed among the major racial groups:

· 37% African-American

· 36% Caucasian

· 21% Hispanic

· 5%   Asian

· 2%   Native American 

· 58% of recipients have at least a high school degree:

· 16% have some post-secondary education

· 42% are high school graduates (or GED)
The real challenge for most recipients is not getting a job; it is getting either the right job and keeping that job, or getting a starter job and keeping that job long enough to become the right job. Lack of proper education and training, childcare, health care and transportation make it tough for recipients to stay in the labor market.

In two recent studies, another one completed by the Welfare to Work Partnership, and one, a 1998 Business Work-Life study25, the following was collectively observed: 

· 67 percent of member companies of the partnership say their company or industry faces a labor shortage. Two-thirds of employers find it difficult to fill highly skilled jobs and two-fifths have difficulty filling entry-level jobs.

· 66 percent complain that they cannot find enough employees to fill entry-level positions from welfare to work populations.

· 94 percent of employers who have hired someone on welfare would hire another recipient in the future.

· 82 percent say that former welfare recipients are "good, productive employees".

· 65 percent say that welfare recipients have the same or higher retention rates than do employees hired through traditional channels.

· 72 percent hire welfare recipients for full-time positions.

· Business partners have promoted 33 percent of the welfare recipients they have hired.

· 65 percent have seen no change in overall costs as a result of hiring welfare recipients.

· Companies have found that welfare to work programs reduce turnover and related cost.

· 85 percent of employers report that providing child care and transportation services improved employee recruitment. About one in three working parents is willing to trade salary and benefits for work-family programs that fit their needs.

· Almost two-thirds of employers found that providing child care and transportation services reduced turnover by thirty-seven to sixty percent.

· 54 percent of employers report that child care and transportation services reduced employee absenteeism by as much as twenty to thirty percent.

· 49 percent of employers reported that childcare and other support services had helped boost employee productivity. 76 percent of larger companies (those with 50 or more employees) report employee transportation is a problem.

On the specific subject of transportation barriers, according to a study by the U.S. Department of Transportation's Volpe Institute26, only 6 percent of TANF households own a car. Moreover, the average value of these cars is only $620, meaning they must be presumed to be unreliable. They are frequently uninsured and unregistered. The study also concluded that only 43% of entry-level jobs are accessible by public transportation and that three-fourths of families receiving public assistance live in inner city neighborhoods or rural areas, while 66 percent of appropriate job openings are in the suburbs.

In a study by Case Western Reserve University's Center on Urban Poverty and Social Change27, looking at transit patterns in Cleveland area neighborhoods, welfare recipients who commuted up to 40 minutes one way on public transit could reach only between 8 and 15 percent of jobs. Increasing one way commuting time to as high as 80 minutes reached only 44 percent of jobs. Over half of the jobs could not be reached within 80 minutes or even at all using public transportation.

In a companion study completed by Shirley M. Loveless28, a Transportation Consultant with the University of Pennsylvania, data was gathered surrounding Delaware Valley commuting. In her study, she plotted a total of 864 trips between three Philadelphia neighborhoods and 38 employment centers in Delaware and Montgomery Counties (not even touching the more difficult bi-state commuting odyssey and purposely choosing the two PA counties with the most developed SEPTA service). With this regional "stacked deck", she chose three Philadelphia neighborhoods as commute locations that were all central community locations and ones relatively well-served by transit. They were:

North Philadelphia: Rising Sun and Adams Avenues



South Philadelphia: Tasker Avenue and 30th Street



West Philadelphia: 48th Street and Parkside Avenue

She also used SEPTA route maps and the most recent available schedules as of June 1999. In her study, she modeled the most time-efficient route for each commute* She correctly distinguished between "travel time" and "trip time" in her survey, in order to calculate both the gap between the latest possible arrival at work and the actual start of work and the "dwell time" if you will, the time spent between trip transfers and actual time spent in motion. Of the 864 modeled trips, 89 (slightly more than 10 percent) fail entirely because transit service is not available when needed for at least one trip link. This is extremely important because the failure of either the outbound or inbound trip means, in most cases, that the commute fails. It does no good to have one-way transit service. Of the remaining 775, total trip times ranged from 38 minutes to 240 minutes (4 hours). In many cases, the next earlier transit service for the inbound trip or the next later service for the outbound trip failed by as little as one minute. This necessitated a long wait for the next scheduled service in the case of the trip home or leaving home much earlier for the trip outbound. Other trips were unavoidably lengthened by long waits because of inefficient connections. The study's key conclusions were:



Mean one-way trip time:
112 minutes (1hr.52 min.)



Median one-way trip time:
109 minutes (1hr. 49 min.)

Mode:



 89 minutes (1hr. 29 min.)

Of the feasible 775 trips, only 39 were less than 60 minutes, one way and only 61 trips were less than 75 minutes, one-way.

It is true that most new workers from welfare dependency face significant barriers to successful employment. Some indeed have no work history at all and/or spotty work histories at best. Many face the hardships of depression, substance abuse, domestic violence, the lack of a two-parent family collaborative, inadequate child care options, no access to independent transportation and inadequate skill development. However, there are substantial resources available to welfare recipients and employers to combat these obstacles and develop a productive and stable workforce with those transitioning from welfare to work.

(*Where this involved using the regional rail and would incur substantial expense, an alternative route was modeled, if one was feasible. In some cases, this was not possible-the alternative did not exist. Additional alternative routes were modeled for some commutes, if taking one route was most time efficient for the work trip, for example, but another route was more time-efficient for the return trip.)

Low Wage vs. No Wage

The national income support system makes work pay and is providing a realistic hope of recipients' move out of poverty. As noted in another Urban Institute study across 12 states29, by working full time at the minimum wage and supplementing her earnings with tax credits, food stamps and other public assistance programs, a mother with two children can bring her family's income to almost 20% above the poverty level. This is the upside of supplements that include TANF, food stamps, the Earned Income Tax Credit, housing, childcare, transportation and Medicaid. At the same time, the consequences of not working are potentially devastating, since families unwilling or unable to work may lose all of their welfare payments. Also, by not working and relying entirely on government benefits, the same family will fall 32% below the poverty level. Interestingly, low income single mothers are significantly better off working, even at minimum wage, than relying solely on welfare, but they gain little from raising their wage rate from $5.15 to $9.00 per hour. Thus, at least initially and for up to a minimum of one year, both the employer and welfare to work employee of an entry-level job benefit.

Expanding on this, the Women's Association for Women's Alternatives, Inc. (WAWA) completed an exhaustive analysis of the actual value of these supports in Pennsylvania30. What they found is that in Philadelphia (as a typical metropolitan area), the self-sufficiency standard wage required to pay for housing, child care, food, transportation, health care, taxes and miscellaneous expenses was $16.61/hr. for a single parent with one infant and one preschool age child. However, with external supports as supplements, that minimum wage for self-sufficiency dropped as follows:

With these supports



Effective self sufficient wage


Child Support




$14.18


Child Care





$11.27


Child Care, Health Care, Food Stamps

$  7.96


Child Care, Food Stamps



$11.27


Child Care, Food Stamps, Housing


$  6.99


Child Care, Food Stamps, Child Support

$  7.05

Proper use of the Earned Income Tax Credit can boost these effective wages for F/T employees by yet another $2.00 per hour -- more for P/T. (See Employer Incentives section on page 32 of this guide.) 

Education and Training: Upgrading

Education and training for welfare recipients is essential for promoting self-sufficiency.  In the current work-first environment, welfare recipients are obtaining jobs but not earning enough to support themselves without additional benefits. At $9.00 per hour (or about $19,000 annually), they will fall short of the needed approximate $14.00 minimum per hour in most markets (or about $30,000 annually) they will ultimately need for self- sufficiency without external supports. Remember…the supports won't last forever. This is why training investments are critical for these workers and why such investments ultimately benefit the employer as much as the worker.

Some initial WtW attempts at training (that were hampered by work-first limitations) have proved unsuccessful. The disappointing results of past skill-building programs has also been traced to an over-reliance on basic education as an end in itself, rather than to ineffectiveness of skill-building in general as a strategy. On the contrary, the research suggests that job training and postsecondary education offer significant potential for helping recipients earn more and obtain better jobs. A key to skill building as a welfare-to-work strategy, it appears, is that skill-building efforts must relate more closely to specific employment goals. In addition, occupational training services must be made more consistently effective and more accessible to those with low skills.31 

In this regard, a number of successful CNA ladder programs have evolved. One, pioneered by the American Red Cross and Health Care Training Associates in NH, starts after CNA certification is obtained and creates a variated model of a number of directions and specialties, some of which interlock and can then lead to certifications and the ability to work in other settings and/or at higher compensation. Some of the "circuits" include:

CNA +
 16 hrs. Nutrition  + 24 hrs. Alzheimer's Care = GNAS (Geriatric Nurse Aide Specialist)

CNA + 20 hrs. Medical Terminology + 40 Hrs. Rehab. Skills = Rehab Aide

CNA + 40 hrs. EKG = EKG Technician

CNA + 60 hrs. Phlebotomy + 40 hrs. EKG + 30 hrs. Patient Care Tech Skills = Patient Care Associate

CNA + 30 hrs. Pedi Care + Modules on Child Health, Safety and Nutrition = Pediatric Nurse Aide Specialist (Home Care)

CNA + 40 hrs. Dialysis Tech skills = Dialysis Technician
CNA + 60 hrs. Phlebotomy = Phlebotomist

CNA + 24 hrs. Nutrition and Diet Therapy + 8hrs. Swallowing Disorders and Feeding Techniques = Dietitian Aide Feeding Specialist
CNA + 24 hrs. Altzheimers Care + 24 hrs. Recreational Therapy = Recreational Therapy Aide.

While these do not all lead automatically to higher compensation, all create yet more diverse career path possibilities and create job task and employer diversity which can alone lead to much greater job satisfaction.

In Massachusetts, the Benjamin Healthcare Center in Boston has a four step ladder program that culminates in an education as a professional nurse:

· Level 1: CNA (12 weeks)

· Level 2: Restorative Nurse Assistant (RNA). The emphasis of the program is providing physical and psychosocial care that restores and maintains a patients independent functioning. It requires 32 hours classroom work and 16 hours of clinical instruction.

· Level 3: Life Enhancement Assistant (LEA). The emphasis of the LEA program is caring for the patient with complex care needs. It includes four tracks: skilled and subacute, dementia care, care for residents with mental illness or behavioral problems, and team leader. Each track has 24 classroom hours and 16 hours of clinical instruction.

· Level 4: Professional Nursing Program. CNA's who are pursuing certificates or two year nursing programs are encouraged to take a pre-nursing assessment, including six additional hours of classroom instruction and college level advising.

The model program also offers CNA's the opportunity to upgrade literacy, math skills and English language proficiency.

The primary reason why individuals leaving welfare need education and training from the employee side is that educational attainment is highly correlated with wages.  The average annual wage for women in jobs requiring advanced or superior skills, equivalent to those of people who have bachelor’s degrees, is $32,000.  Women with competent skills, the equivalent of having some post-secondary education short of a bachelor’s degree, earn an average of $23,000, and women with basic skills, the equivalent of high school graduates, earn $19,000 per year.  Finally, women with minimal skills, similar to those of high school dropouts, earn $15,000 per year.32  

Employment trends among former welfare recipients demonstrate the need for finding new training methods to promote skill advancement.  Two thirds of welfare recipients have minimal or basic skills that allow them to make, on average, no more than $19,000 per year.  The remaining one third have competent, advanced, or superior skills, but even among this group, individuals would need additional training to provide them with the formal credentials that are necessary for higher paying jobs.   Because training is not provided, former welfare recipients' average wages are between $5.00 and $8.00 per hour, far below the self-sufficiency standard for women with children.  The Educational Testing Service estimates that it would take 200 hours of training, or the equivalent of one semester at a community college, to bring somebody with basic skills to the competent level.33
"Moving Up" is a New York City program that utilizes a combined strategy for employee development and retention including on-going training.  Sixty-three percent of Moving Up participants are still employed after two years (higher than for most training programs) and hourly wages rose from an average of $7.32 to  $7.98 after twelve months and to $8.63 after two years. While these gains are modest, and they do not alleviate the need for external on-going support to produce self-sufficiency, they do demonstrate that training, if properly designed, can help welfare-recipients move toward self-sufficiency over time.34
Long-run success is also directly affected by short-run job retention. One study of a welfare-to-work program shows that employment status three months after completing the program is a good predictor of the net earnings effect during the entire two-and-a-half follow-up period.35
The short run matters so much because many welfare recipients face such direct problems with job retention. At one welfare to work program, "Project Match" in Chicago, researchers found that 46 percent of the program clients lost their first job by three months, 60 percent by six months, and 73 percent by twelve months.36
This poor job retention is not due primarily to inadequate technical or "hard" skills. Welfare recipients generally lose jobs because of absenteeism and punctuality, or because of conflicts with supervisors and co-workers. The one "hard skill" deficiency that is frequently mentioned is problems with running a cash register.

Job retention problems occur in part because many welfare recipients find the circumstances of low-wage jobs to be unfamiliar. The usual daily activities of an unemployed welfare recipient are comprised of child care and home care, with no supervisors or co-workers to accommodate, and with the welfare recipient controlling her own schedule.

Some types of jobs might lead to greater job retention for welfare recipients because occupations or industries differ in pressure for timely completion of tasks, the strictness of supervision, and interactions with co-workers or customers. Occupations or industries also differ in whether the skills required have much in common with childcare or home care. Some occupations and industries may better tolerate substandard performance while the new worker adjusts to the job. Finally, higher wages or benefits make an otherwise bad job easier to endure.

Returning to the challenges, political and economic factors have accelerated the rate at which employers have hired people off of welfare.

· The "push" of federal legislation is increasing the number of welfare recipients seeking work. The Personal Responsibility and Work Reconciliation Act (PRWRA) limits lifetime welfare participation and places a clear priority on labor market attachment, known as "work first", rather than longer-term education and training strategies.37
· The "pull" of a shortage of qualified entry-level employees is forcing employers to seek new sources of labor. Tight markets combined with rising employer demand for basic and soft skills in entry-level positions have prompted employers to look to new sources of potential employees, including the welfare population. For most of the 1990's, the demand for qualified entry-level employees has increased more quickly than the supply. During the last five years, the number of companies reporting skill shortages has doubled. In addition, the literacy, numeracy, communications and teamwork skills demanded by employers have increased. In this environment, many employers are experimenting with new ways to find qualified, entry-level staff, reduce turnover and improve productivity.38
· Welfare has traditionally provided income to poor families with dependent children. Consequently, adult welfare recipients are overwhelmingly female, between the ages of 20 and 45, single heads of household with two dependent children with as many as one third having children under the age of three and they are overwhelmingly concentrated in either the nation's cities or in rural areas.39 This accounts for the mismatch of between where the recipients live and where the jobs are, as well as why inadequate child care and transportation options act as a virtual barrier to employment.

· As a group, welfare recipients face serious skill shortages. As before mentioned, at least 42% lack a high school degree and many have a degree and are still functionally illiterate. A sizeable minority have physical and other disabilities that make work difficult. One-third have never held a job for longer than six months. According to one estimate, only 10 percent of the welfare population is skilled enough to advance beyond entry-level work.

· As the welfare system becomes more work-centered, welfare and workforce policy are becoming more closely linked. 

· The success of a work-centered welfare policy is linked necessarily to the dynamics of the low-wage, low-skill labor market.

· Transportation and childcare assistance must be maintained over time for short-term and medium-term retention success. 

Additional Lessons Learned So Far

From employers, much has been learned. As noted, many employers are hiring welfare recipients. Members of the Welfare-to-Work partnership have hired almost 500,000 former welfare recipients to date. In Nebraska, the ADF caseload has decreased from 40,095 persons in 1996 to 27,780 as of May 1, 2001. Larger firms in a few industries have dominated participation. However, two thirds of smaller firms that used local intermediary organizations to recruit candidates for employment reported hiring welfare recipients and small firms have a much higher ratio of welfare hires to total hires than do larger firms. There is potential for continued expansion of employer participation, particularly among smaller businesses even if there is a slowing of economic growth. Most employers focus primarily on recruitment and hiring, but strategies to improve retention are becoming more common -- and they are receiving support from public policy.

Most past efforts at training have had little effect on improving recipients’ skills.  As noted, a new and effective method of training needs to be developed in order to provide welfare recipients with the necessary skills for advancement and success.  Fewer than half of programs that emphasized basic education and GED receipt help participants find better jobs, and the majority of participants in these programs do not receive GEDs.  Even among those who receive GEDs, studies suggest that there is no employment-related benefit unless they go on to receive further education, which most do not. 

On the other hand, the quick-employment programs that are popular under work-first also do not promote self-sufficiency.  These types of programs gained support because they were found to be cheaper and have greater short-term effects on employment than basic-skills education, but their effects are only short-term.  Participants in the programs experience some earnings and employment increases for two to three years, but program impacts disappear after that point.  In evaluations of Los Angeles GAIN, a quick-attachment job placement program for welfare recipients, participants’ incomes were found to be comprised of a larger proportion of earnings after involvement in the program, but their overall incomes did not rise.  Quick-attachment programs help people become employed in the short run, but they do not help them to retain and advance in their jobs, which is essential for becoming self-sufficient.40
Therefore, if self-sufficiency is the goal of welfare and workforce development legislation, new mechanisms need to be developed to help welfare recipients not only find jobs, but also keep and advance in them.  The disappointing outcomes from previous programs does not mean that training and education, in theory, is a flawed mechanism for promoting job advancement.  It is still necessary to raise recipients’ marketable skills through training.  The challenge is developing training and education programs that work.

In a study made undertaken by Jobs for the Future41, interviewing 19 leading companies about their welfare to work activities yielded the following conclusions:

· The primary motivation for employer participation is to meet business objectives;

· Employers feel they are getting a number of significant business benefits from hiring welfare to work candidates. These include access to an expanded labor pool, reduced turnover and increased motivation and loyalty among new hires, as well as the "risk" subsidies provided by tax credits and other incentive.

· Employers identify several challenges to expanding their efforts. These include: how well local service providers can customize activities to meet their needs; the need for quality screening and referral of potential hires, given the poor job-readiness of the emerging pool; perceived inflexibility of welfar3e and workforce development agencies; the time and resource commitment to develop new programs and the complexity of integrating services needed by many welfare recipients into a firm's existing human resource practices.

· Community based partnerships are critical for success. 

· Successful initiatives require strategic planning and high-level corporate commitment.

· Local partnerships can simplify and strengthen employer efforts to hire welfare recipients who can succeed.

· Productivity and employer satisfaction can be increased by greater emphasis on post-placement services for new hires.

· Companies frequently find it advantageous to integrate efforts for welfare recipients into their overall human resource practices

On the public policy side, the JFF study highlighted five policy priorities in government policy and practice needed to expand and sustain welfare to work initiatives as follows:

· Change policies and funding to better balance "work first" and effective long term skill development strategies, with a particular emphasis on pre-employment skill development programs customized in response to the needs of specific employers, and skill advancement strategies while individuals are employed, including access to career planning, innovative partnerships with education and training providers; more on-the-job training opportunities for all entry-level employees and support for additional training credentials.

· Increase  public investment in activities that support the decision to work, e.g. provide additional resources to help pay for on-the-job support services, transportation, child care, substance abuse services and other activities that can make work more viable for welfare recipients.

· Create and expand income supplements for low wage workers, such as the gradual expansion of the Earned Income Tax Credit, which supplements wages of the working poor, rewarding them for work and raising their effective earnings through the tax system.

· Remake the culture of the public-sector welfare system, funding efforts to accelerate and support the transition from government from the role of simple administrator of income maintenance to that of a partner in promoting work, with responsibility for setting performance standards, developing accountability systems and strengthening partnerships with the private sector and non-profit community organizations.

Provide public support to build the capacity of local intermediary organizations, including public funding to promote the engagement of employers and their partners in both governance structures and in a one-stop delivery system for both employers, employees and service providers.

Employer Incentives and Programs

Now to the "meat" of how you can better achieve success with these programs. How can employers accomplish the above goals of Welfare-to-work and workforce development? To start, Federal, state and local governments have long used tax incentives to encourage specific business practices, and they use them in encouraging the hire of specific low income and welfare applicants. Additionally, the Federal Government and the state of Nebraska combined offer a series of key opportunities to businesses to help them to successfully hire and train welfare recipients. (Where noted, Nebraska does not offer the listed service.)

The incentive/program mix includes:

· The Work Opportunity Tax Credit (WOTC);

· The Welfare to Work Tax Credit;

· The Earned Income Tax Credit (EITC);

· Individual Development Accounts/Family Savings Accounts (IDA's/FSA's);

· Workforce Investment Act (WIA) Individual Training Accounts (ITA's);

· On-the-Job Training (OJT);
· Customized Job Training (CJT);

· Community Development Block Grant Programs (CDBG), including Empowerment Zones and Enterprise Communities hiring credits;

· Transportation credits and programs;

· Child Care Programs (and tax deductible business expenses for employer-sponsored child care centers).
The Work Opportunity Tax Credit (WOTC) is a federal income tax credit reauthorized and amended by the October 21 Tax and Trade Relief Extension Act of 1998. It encourages employers to hire eight targeted groups of job seekers who begin work any time after June 30, 1998, and before July 1, 1999. It is expected to be extended for another year, and employers are encouraged to continue processing vouchers for employees hired after July 1, 1999. If an employee qualifies as a member of a targeted group, the employer may claim income tax credits based upon the number of hours the employee works in the year. First, for employees who work at least 120 hours but less than 400 hours, employers may claim 25% of the employee's first-year wages, up to $6,000 for a maximum tax credit of $1,500. Second, for employees who work at least 400 hours, employers may claim 40% of the employees' first year wages, up to $6,000, for a maximum credit of $2,400. There is no credit allowable for employees who work less than 120 hours. For the twelve month period ending September 30, 1998, more than 285,000 WOTC certifications were issued as a result of employer requests compared to 126,000 certifications issued the previous year.

The Nebraska state WOTC coordinator is:

Ms. Madhavi Bhadbhade
Nebraska Workforce Development
Department of Labor
550 South 16th Street
P.O. Box 94600
Lincoln, NE 68509-4600
(402) 471-2693 (Voice)
(402) 471-9917 (Fax)
mbhadbhade@dol.state.ne.us
We maintain a somewhat neutral position on the use of tax credit processing vendors. In some cases these vendors can simplify paperwork, although in most cases they don't actually increase the quantity of new employees completing paperwork as they only interact with the new hire through your own staff. The paperwork is simple to complete and when an employer uses a service, they are obligating typically between 15% and 20% of the value of the credit that they could otherwise keep.

The Welfare-to-Work Tax Credit is a Federal income tax credit that encourages employers to hire long-term welfare recipients who begin work any time after December 31, 1997, and before June 30, 1999. It was also extended by the October 21 Tax and Trade Relief Extension Act of 1998, sections 1002 and 1003. It is essentially a specialized mate to the WOTC. Under this program, during the first year of employment, employers can claim 35% of employees' first-year wages up to $10,000 for a maximum credit of $3,500. During the second year, employers can claim 50% of employees' wages up to $10,000, for a maximum tax credit of $5,000. Thus, the maximum credit is $8,500 if the employees are retained two years. More than 46,000 certifications were issued as a result of employer requests during the tax credit's first nine months of existence ending September 30, 1998.

If employees qualify for both the WOTC and the Welfare to Work Tax Credits, employers must choose one or the other. They cannot claim both.

The new federal welfare law gives states the option to create a work supplementation program (also called wage subsidy and grant diversion). Currently, 22 states have enacted work supplementation programs. Work supplementation allows an employer to receive TANF and food stamp funds that would have otherwise gone to the family. The employer by law is required to pay at least the minimum wage to any welfare recipient hired, so the employer must add in additional funds necessary to bring the wage to the minimum.

The Earned Income Tax Credit (EITC) has been called "the biggest anti-poverty program America ever invented." In 1999, it provided over 19 million families and individual workers with credits worth nearly $31 billion. The Federal credit is worth up to $3,888 for a worker with adjusted income below about $31,000 who has more than one qualifying child. Moreover, and most critically, you can advance up to about $1,400 to eligible employees. Thus, for a F/T employee, the maximum credit has a value of $1.99/hr. Realistically, using Nebraska averages again of $19,032 over 31.2 hrs/wk., EITC credits would be worth a maximum of $2,554, or the equivalent of $1.57/hr. These hourly effective rates will obviously increase for each employee who qualifies but works fewer hours. The immediate pay effect will be slightly less due to the ceiling on advanced payments. The credit maximum is achieved at $12,500 in annual income. There are lesser EITC amounts (and qualifying income thresholds) for families raising only one child, even none. Note these credits can also be applied for retroactively.

Many states offer Family Savings/Individual Development Account Programs. Nebraska as of yet does not. These are becoming popularized and supported with new, evolving legislation. When properly used, these can be excellent retention tools for businesses. Typically, families below 200%-235% of the poverty standard qualify and benefits involve a match of 50% to a maximum of $600 over two years. Families are encouraged to save at least $10/week. Programs are intended to assist in the purchase of a new home, higher education for family members, day care expenses or funding a microenterprise business. These uses are usually linked to other state programs, like first-time mortgage programs and low-interest to grant programs for education.

The critical advantage to employers is where such programs are in turn linked to an employer match that is in turn linked to retention goals. This is so much better than "one size" benefit programs or tuition reimbursement that only benefit the employee, or really any benefit not linked to retention and family stability.

While Nebraska may offer such a program in the future, employers are still encouraged to implement their own FSA/IDA programs linked to a "full featured master retention initiative. 

The Workforce Investment Act of 1998 (WIA) includes opportunities for Individual Training Accounts (ITA's) to be authorized for job seekers who are eligible to enroll in vocational programs that will lead to employment. In Nebraska, this is administered by the Nebraska Department of Labor, Workforce Development through a statewide system of Workforce Investment Boards (WIB's) divided into two special regions, Lincoln (Lancaster and Saunders Counties), Omaha (Douglas, Washington and Sarpy Counties) and the balance of state in designated Regions I through V. See map at Appendix K. The WIB Boards in turn provide services through One-Stop Centers as listed on Appendix L. 

While strictly speaking these are not incentives to employers, employers can register their CNA training programs with approval (and some, such as programs sponsored by community colleges, are automatically approved) as eligible for client ITA use. More importantly, employers can market their programs to clients who become eligible for the ITA. Indeed, since this is a client chosen process, and the training offerings are competitive, marketing to ITA eligible clients is a necessity to make viable connections.  

The State WIA contact is:
Linda Kirk, Program Coordinator
Department of Labor
550 South 16th Street
Lincoln, NE 68509
(402) 471-9903
lkirk@dol.state.ne.us 

On-the-Job Training (OJT) is a program authorized withinin various Nebraska programs, either under local welfare-to-work programs or authorized under the various  WIB workforce development plans. Typically, OJT subsidies cover 50% of wages for up to six months. These programs cannot be funded using Individual Training Account resources. However, employers can apply for these programs directly. 

Customized Job Training (CJT) is offered to employers in many states (especially those who operate in more than one county in a state) to permit development of vocational training and OJT programs using state funds from a variety of sources. These programs vary somewhat from state to state. In most cases that have to be coordinated on some level with the WIB's and are frequently developed through a local education agency (LEA) like a community college. These programs are attractive as they have less restrictive eligibility requirements, can be used for new hires and/or incumbent workers and employers can design the training programs and can select the workforce intermediaries and training providers themselves.

In Nebraska, the state Worker Training program is primarily an upgrading program, and is funded under a trust fund design, which funds about 400 business programs annually for a total of about $2 million. It has applicability as an upgrading vehicle and the state also receives a substantial budget of about $3 million for dislocated worker programs.

Empowerment Zones and Enterprise Communities (EZ/EC) contain initiatives designed to promote economic growth and physical revitalization of urban and rural communities plagued by chronic poverty and unemployment. Businesses in EZ/EC communities are entitled to targeted tax incentives designed to foster job creation, stimulate investment and attract new business development. Using the Wage Tax Credit of an EZ/EC, employers in an EZ/EC who hire residents who reside in an EZ/EC community can access credits equal to 20% of the first $15,000 of wages or training expenses paid.

As the program has evolved, employment opportunities for EZ/EC residents have expanded and support services including childcare, education and healthcare have been strengthened, thus enabling residents to participate more fully in the workforce. Such positive changes have been achieved as a result of the relationships formed between residents, private and public partners and the faith community, all of whom have worked hard from the grassroots level to effect positive change in these communities.

The City of Omaha has established an Enterprise Community in the geographical area noted in Figure 8:
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Figure 8: Omaha Enterprise Community

The Santee Sioux and Winnebago tribes have been designated as HUD "Champion Communities," which are less formally structured

The City of Omaha Enterprise Community coordinator is:

Mr. Scott Knudsen
City of Omaha
1819 Farnum Street, Suite 1100
Omaha, NE 68183
Phone: 402-444-5381; Fax: 402-444-6140


Transportation Credits are contained within the Transportation Equity Act for the 21st Century (TEA-21) permits employers to receive tax benefits for providing certain types of employee transportation benefits called "Qualified Transportation Fringes". Under TEA-21, effective January 1, 1998, employers can let employees set aside up to $65 a month, $780 a year, of their salary before taxes to pay for transit and vanpool commuting, and qualified parking expenses up to $175 a month, or $2,100 a year. The transit allowance will increase to $100 a month effective January 1, 2002. Since the amount of the employee's salary used for this purpose is not taxed, a tax savings of over 30% over the cost of a similar take-home salary increase, incentive or bonus may be possible. This can result in monetary savings of over $200 a year if the maximum of $780 is set aside. In addition, the employer saves money by reducing payroll costs since the amount set aside is exempt from employer paid payroll taxes (at least 7.65%) and contributions into 401 (k) accounts, a combined savings of about 10% on average. Employers incur no cost in offering the pre-tax benefit, and often find this type of program very easy to set up and administer.

ChildCare Assistance provided by an employer is a tax-deductible expense. Amounts paid by an employer to provide child care services for employees may be deductible as ordinary business expenses under IRC Section 162 as the services reduce absenteeism and turnover; aid in recruitment and retention of employees and increase productivity for the employer. Amounts paid by an employer to a welfare benefit fund, such as the Volunteer Employees' Beneficiary Association (VEBA) 501(c)(9), may also be deductible. An employer may be entitled to a charitable contribution deduction for donating to a qualified tax-exempt childcare organization. Costs incurred for acquiring, constructing, and/or remodeling a building to be used as a child care center can be depreciated over a thirty-nine year period under the Modified Cost Recovery System described in IRC Section 168. Costs of equipping the building can be depreciated over varying periods. Start-up and investigatory expenses incurred in the development of a new child care center may be amortized over 60 months or more under IRC section 195. Eligible expenses may include costs for advertising, needs assessments, consultant services and staff training. The center itself may be established as tax-exempt 501(c)(3) organization.

As perviously discussed, all states have transferred substantial resources from their TANF budgets to their Child Care and Development Block Grants. In most cases, this has at least doubled the volume of services they have been able to provide to non-TANF clients in addition to expanded services for TANF recipients.

State-Based Incentives In Nebraska, the Department of Economic Development oversees all state based incentive programs. As far as we can tell, LTC employers will not qualify for any of these incentives -- they are generally restricted to non-service type businesses. However, for any providers that maintain their corporate administrative headquarters in the state, they can qualify for some of these credits.

· There are also compelling indirect financial incentives and other indirect gains to motivate and help businesses to hire welfare recipients who are ready, willing and able to work:

· Companies achieve positive bottom-line results by solving recruitment and turnover problems when they hire motivated, hard-working new employees from any source.

· The productivity of existing employees increases because implementing a Welfare-to-Work program builds a sense of pride and service among employees.

· Companies reduce social costs and improve their local economies by shrinking community dependence on public assistance.

· Prosperous communities build additional demand for products and services.

· Participation in the welfare to work initiative signals a corporate willingness to strengthen Nebraska families and communities.

· Welfare-to-Work employees can obtain the offset assistance, including subsidized childcare, medical benefits and transportation that make entry-level jobs attractive to them.

Specific Nebraska Initiatives

There are many specific initiatives that are already in place or under development.

· The aforementioned national WtW competitive grant, that was awarded to Goodwill Industries of Eastern Nebraska and Southeast Iowa, is called the START partnership.  The program actually started referral activity in January, 2000 and will continue operations through December, 2005.

Participants come from Nebraska HHS, the Urban League or directly from Goodwill case managers. The START program partners with various external community providers in order to offer a more holistic approach to case management services to assist participants to address barriers and become job ready. Services continue after employment and are focused toward retention. Catholic Charities, UNMC's Munroe-Meyer Institute, The Literacy Center for Midlands, Metropolitan Community College, Community Alliance, Prince of the Road and Lincoln Goodwill are all partners/subcontractors. The program is planned to serve 350 participants with an average of about 12 enrolling each month. At the close of 2000, 90 percent or 55 out of 61 participants have been placed in unsubsidized employment. 90 percent of the partner and/or target employers have said that they are "Very Satisfied" or "Satisfied" with Goodwill services.

Goodwill also maintains a broader and larger state funded WtW program called Project Resolve. This project served 3,314 clients in 2000. And Goodwill has already been actively working with Alegent Health Services in Omaha and recognized them as their "Employer of the Year" for 2001.

WorkForce21 has contacted Goodwill and they are very interested in working with NHCA members in both the Omaha and Southeastern Districts, and we are exploring ways to include CNA instruction within the START program curriculum as well.

· On behalf of select centers in the Northeastern District, WorkForce21 is working to develop a viable application in concert with the Mantee Sioux Tribe to the U.S. DHHS Administration for Native Americans (ANA), jointly matched to another grant. The project is planned to serve a yet undetermined number of clients, but will include components related to employment such as literacy, life skills, job skills, mentoring, transportation and related support services.

· The Hawkeye (Iowa) Community College received one of two honorable mentions (of only 4 national 2001 AACC/DoL Workforce Development Awards) for a statewide WIA management system that includes their Dislocated Farmer Project. The project is actually staffed with former farmers. The project is a statewide project operated jointly by their Region 7 & Region 14 out of Creston, Iowa. Region 14 covers the western and southern counties in Iowa. We are exploring ways that this project could be replicated to cover sections of the state of Nebraska.

· These are the NE HHS Employment First Administrators by NE HHS Region. (A list of county assignments by region is at Appendix M.

E = Eastern Service Area

Joseph Nanfito

Omaha – 402-595-2850

N = Northern Service Area

Joan Albin

Norfolk – 402-370-3132

SE = Southeast Service Area

Tim Koehn

Lincoln – 402-471-7000

C = Central Service Area

Amy Richardson

Kearney – 308-865-5592

SW = Southwest Service Area

Nancy Montanez

Lexington – 308-324-7989

W = Western

Charlie Simineo

Gering – 308-632-1280

They are the portal way into TANF system access. However, each center needs to approach access correctly. The path to success in navigating state systems is predicated on knowing the TANF delivery system design; the contract partners; how to interact with the caseworkers and how to make sure each client receives all eligible services that are client based that relate to successful LTC/ALF employment.

H-1B Visa Program

A brief mention is worthy of the H-1B visa program.

The Nebraska Foreign Labor Certification Program is federally funded through a contract with the U.S. Department of Labor. Prior to bringing foreign workers into the U.S., employers must file a labor certification application with the Foreign Labor Certification (FLC) Section of the Workforce Development - Nebraska Department of Labor. The ALC section issues a priority date and processes the application. In connection with filing the labor certification application, the ALC Section is required to determine the prevailing wage for the occupation in the area of intended employment, and to initiate a work search to recruit and refer qualified U.S. workers to the job opening. The employer can reject U.S. applicants only for job-related reasons. After form corrections and recruitment, the application is forwarded to the U.S. Department of Labor, for certification or denial. 

As mentioned earlier, Congress passed legislation in October 2000 to increase the number of H-1B visas from 115,000 to 195,000, as well as doubling fee size from $500 to $1,000.

The U.S. DoL recently issued an open ended RFP for demonstration projects to provide technical skills training for professionals, including both employed and unemployed workers. IT and HC are focus. $135 Million is now available. 75% percent of the available grant funds will be awarded to Local WIB Boards. 25 percent of the available funds will be awarded to business partnerships that consist of at least two businesses or a business-related nonprofit organization that represents more than one business. The partnership may also include any educational, labor, community organization, or Local Board. 

Generally, WorkForce21 has not recommended an aggressive pursuit of these opportunities for LTC clients. They are risky projects; have historically proved very problematic to LTC employers for various reasons; are highly competitive with employers seeking IT employees and ultimately they detract from the ladder opportunities to develop the domestic labor market. However, on a limited basis, it is possible to get a few good nurses from these sources and for certain employers they might be worth exploring.

Conclusion

There are many myths surrounding welfare recipients as potential workers and LTC and other employers have had much success in hiring employees from welfare populations. Most stereotypes surrounding welfare and other low-income clients are unfounded. Many of their real barriers to work are misunderstood. There are numerous incentives for employers to hire from welfare populations. In the short term (less than one year), both the employer and employee in an entry-level job benefit, with the employer getting an employee who is receiving benefit supplements making the job much closer to true self-sufficiency. However, it is critical that these supports exist, including on-going support for transportation and childcare. Employers have to participate is designing transportation solutions that can reasonably get workers to their places of employment with reasonable commutes. And they have to be concerned about how their employees integrate their family responsibilities into successfully managing their work responsibilities.

Despite the problems with past efforts at training, the goal of developing effective training strategies is beginning to be met. Helping welfare recipients improve their skills both before and after initial employment is still the best way to ensure that they receive higher-paying jobs AND to dramatically improve their retention with an employer or within an industry.  A new model of training that combines basic skill education with job preparation, pre-employment, and post-employment support is an effective method to help welfare recipients retain jobs and advance in jobs in a way that past programs did not.

Retention based programs must emulate successful "best practices" models. They must include life skills training, case management and mentoring, while addressing support services. They will benefit if they include visionary components like FSA's and cross-cultural training. 

Training programs that tie basic skill education to employment and provides comprehensive pre- and post- employment services have been found to produce very good retention and advancement results.  Training in this model closely ties basic education to job skills, emphasizes businesslike standards within the program (timeliness, appropriate dress, etc.) in order to prepare students for the expectations they will encounter in the workplace, and provides career counseling and job placement services to students during the time that they are completing their basic education.  It also provides post-employment support to participants to monitor their progress in their jobs, identify and resolve employment-related problems, provide immediate reemployment services if individuals lose their jobs, and help identify and promote further training and advancement opportunities.  

The shortage of skilled workers in the nation as a whole, combined with the goal of helping welfare recipients and the working poor become self-sufficient, necessitates promoting skill attainment among low-income workers through effective training programs.

It is a win-win scenario with little cost to an employer when done properly. Indeed, the cost savings to an employer are enormous when recruitment, training and retention programs are properly designed and executed. And the costs to an employer for not making these investments are equally enormous. In the long run for most, disastrous.

WorkForce21 is available to help develop customized campaigns and programs to specification.

Select Web E & T Resources

www.workforce21.net


                                           WorkForce21
www.welfaretowork.org



      The Welfare to Work Partnership
http://wtw.doleta.gov 


         U.S. DOL ETA's Welfare to Work Site

www.welfareinfo.org




    The Welfare Information Network
www.acf.dhhs.gov/news/ welfare/index.htm        DHHS, ACF Welfare Information Site

www.usworkforce.org


           U.S. Department of Labor's WIA Site
www.nawb.org


        The National Association of Workforce Boards
www.fhwa.dot.gov/tea21

    U.S. Department of Transportation's TEA-21 Site

www.ctaa.org

                         Community Transportation Association of America

www.directcarealliance.org



                   The Direct Care Alliance
www.directcareclearinghouse.org          National Clearinghouse/Direct Care Workforce

www.caregivereducation.org

           The Institute for Caregiver Education
www.mentoring.org



            The National Mentoring Partnership

www.dol.state.ne.us 

    Nebraska Department of Labor/Workforce Development

www.hhs.state.ne.us/wer/werindex.htm       Nebraska HHS Welfare Reform Homepage

Select Web E & T Research Resources

www.urbaninstitute.org


                                      The Urban Institute

www.clasp.org


                     The Center for Law and Social Policy

www.nga.org



                      The National Governor's Association

www.upjohninst.org

 
    W.E. Upjohn Institute for Employment Research

www.ppv.org





                    Public/Private Ventures
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